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Executive Summary 



Teachers are one of the most valuable resources any nation possesses. Their 
task is a much more complex job than is appreciated by the general public. 
Teacher Quality in Canada takes an in-depth look at the considerable, docu- 
mented impact of teacher quality on student achievement. Through analy- 
sis of current research, practices and innovations, the study provides a bet- 
ter understanding both of the complexity of teaching and effective teacher 
deployment. 

Teacher quality may be explored in three broad areas. The first measure of 
quality is the characteristics the teacher brings to the classroom. The sec- 
ond measure of quality is the teaching that occurs in the classroom. The 
third aspect, which is extensively examined in this report, is the environ- 
mental conditions and practices that foster excellence in teaching. 

New research clearly correlates what teachers know and do with student 
learning. By means of value added studies, Sanders and other researchers 
have been able to isolate teacher effects independent of external variables 
such as socioeconomic status of students. With this new knowledge, stu- 
dent achievement can no longer be explained simply as resulting from stu- 
dent and/or school characteristics. 

Current data and research methods do not sufficiently separate the effects 
of different teacher characteristics, but the following variables are identi- 
fied as having a degree of influence on student achievement: cognitive abil- 
ity, focused pre-service training, experience, content knowledge related to 
subject taught, certification, and professional development. 



The supply and demand of teachers has a significant impact on teacher qual- 
ity. In Canada, the issue appears to currently be one of distribution. Over- 
all, there are a sufficient number of teachers but there are specific shortages 
in some geographic areas and in some subject areas. A greater proportion of 
the teaching population is over the age of 50 and the education sector has 
the lowest median age of retirement of any industry in Canada. The gaps in 
Canadian statistics regarding supply and demand need to be addressed in 
order to develop appropriate data-based national/regional strategies. 
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The initial preparation of teachers is a critical aspect, of quality, as knowl- 
edge of how students learn, teaching methods and subject content corre- 
lates positively with student outcomes. Teacher certification is a provincial 
responsibility, and the content of teacher preparation programs varies widely. 
In the absence of national standards or comparative evaluations, post-sec- 
ondary institutions exercise de facto control over the content of teacher 
preparation programs although Ontario has recently introduced two types 
of testing for teachers. The research is inconclusive on the effects of alter- 
nate credentialing for teachers such as that being used to meet unique and 
emerging needs. 

Beginning teachers who are mentored in their first years have proven more 
effective overall, and induction programs are shown to help retain teachers 
in the profession. Examples are provided of programs that result in lower 
attrition of beginning teachers, higher levels of competence, and greater 
selectivity. 

Although personnel practices are critical to the quality of the workforce, 
these are generally driven by collective agreement language rather than class- 
room needs. The report examines tenure, seniority, hiring and assignment 
issues, and finds Canadian public education systems generally provide few 
incentives to ensure that skills and experience are in place where they can 
have the greatest impact on student achievement. 

Tenure raises the importance of effective recruitment and selection, as ten- 
ured teachers are rarely dismissed for teaching performance. The promi- 
nence of seniority in teacher assignment has yet to be addressed in Canada. 
Longer probationary periods allow an opportunity for mentoring programs 
and more thorough evaluation of suitability for a teaching career. Shorter 
dismissal processes for teachers who do not respond to remediation would 
also support quality. 

Alternate ways of scheduling time in order to maximize the efficiency and 
effectiveness of teaching staff also hold potential. This includes providing 
opportunity for collaboration, balancing the calendar to maximize student 
learning and minimize teacher stress and moving teaching to a year-round 
occupation in order to provide additional, continuous professional develop- 
ment. Differentiated staffing may also provide more efficiency in deliver- 
ing some programs. 

On-going professional development expands the capacity of teachers to adapt 
to new challenges and develop the requisite skills and knowledge. How- 
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ever professional development has largely been left up to the discretion of 
individual Canadian teachers rather than a collaborative model which meets 
agreed site-based instructional goals. This quality goal is difficult to attain 
given contract language, underfunding, time constraints and a general lack 
of broader public support/understanding of the critical need for teacher pro- 
fessional development. Innovative practices, such as the development of 
Teacher Led Professional Development Centres in the US, provide models 
for much greater improvement of this critical aspect of teacher quality. 

Teacher evaluation practices should provide both improvement informa- 
tion and accountability for performance. Evaluations ensure that students 
are being provided with adequate learning opportunities and the public is 
provided with quality assurance. Reliable, relevant, consistent data collec- 
tion is critical to the effectiveness of this process and current evaluation 
processes lack the rigor associated with other professional and technical 
occupations. Teacher evaluation processes in Canada are largely prescribed 
by collective agreement language that limits the content, use, scope and 
consequences of the results. Peer Assistance and Peer Review are two pro- 
grams that hold promise for teacher quality improvement. 

While pay may not act as a dominant motivator, it is still relevant to teacher 
quality and can be an effective component of a larger strategy to improve 
teacher quality, particularly in areas where other professional supports have 
been provided. Salary grids in Canada stress seniority and pre-service prepa- 
ration, with limited recognition for subject specialization, difficult assign- 
ments, and professional growth. 

Incentives in the form of positive motivational influences such as enhanced 
working conditions or monetary bonuses are a means of increasing produc- 
tivity. Traditionally these incentives have been limited to recruitment and 
retention, ignoring the potential benefits of their strategic use to enhance 
the educationally appropriate distribution of teachers or to focus teachers 
on acquiring desirable skills. Such incentives include compensation for 
additional training or time and/or responsibilities, and incentives for hard- 
to-staff assignments. Incentives may also be structured to rewards for indi- 
vidual teachers or the school for progress made. Cooperative Performance 
Incentive plans (CPI) are promising systems that reward the attainment of 
defined school-wide educational goals. Properly and fairly implemented, 
student achievement-focused incentive programs can be expected to increase 
costs, at least in the short-term. The research is clear, however, that pay 
reform is not a magic solution to overcome our teaching quality challenges. 
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The report concludes with a number of recommendations to support teacher 
quality in Canadian classrooms. Among these are: 



^Evaluation and improvement of teacher preparation programs, based on 
research and practice; 

* Widespread establishment of teacher mentoring and induction programs; 

*Organization of hiring and assignment practices to support teacher quality 
assurance; 

*On-going, school-embedded professional development designed for its 
impact on student learning; 

* Regular evaluations throughout a teacher’s career that are focused on quality 
recognition and control; and 

* Experimentation with compensation incentives to encourage productivity 
and the application of specialized skills and knowledge. 
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I Introduction 



What is more important to any nation than the education of its youth? One 
of the main determinants of that education is the quality of the country’s 
teaching force. Teaching quality in Canada is so important to teachers, school 
districts, teacher training institutions, governments and the public that these 
individuals and groups must set aside historical precedents to explore new 
routes to enhance teacher quality in the new millennium. In this report we 
will look at many aspects of teaching quality in Canada in the K-12 public 
school system. 

As Canada enters the 21st century, it is timely to determine how best to use 
our resources for maximum productivity. In light of the world economic 
situation and our desire to do the best for our youth to prepare them for the 
future, examination of our country’s teaching force is crucial. Educational 
research shows the importance of teachers in the achievement of students 
arid ways that teaching can be strengthened. What we need to do is apply 
these findings so that students in every classroom have access to high qual- 
ity learning opportunities. 

Some of the areas that we will be examining include those that Fullan (2001) 
believes need reforming: recruitment , selection, status and reward , rede- 
sign of initial teacher education and induction, continuous professional de- 
velopment, standards and incentives for professional work, and (most im- 
portant of all, perhaps) changes in the daily working conditions of teach- 
ers f 

After referencing the current Canadian situation, innovative programs are 
cited to extend our understanding of what could be happening in our public 
education system. By examining these innovations and adapting the best of 
them to our context, we could change the nature of education in our coun- 
try. 

The following chapters each address a discrete but interrelated aspect of 
teacher quality in Canada. Each chapter could have been a book as there are 
many references, studies and examples pertinent to each concept. Readers 
are encouraged to seek out the primary sources as cited if details of a spe- 
cific program or study are desired. 



1 Fullan, M. (2001 ). The new meaning of educational change (third edition). Toronto, 
Ontario: Irwin Publishing, p. 265. 

2 National Commission on Teaching and America’s Future. (1996, September). What 
matters most: Teaching for Americas future. New York: NCTAF. 



What teachers 
know and can do 
makes the crucial 
difference in what 
children can 
learn } 






Chapter IX- Policy Implications attempts to summarize the directions that 
could be pursued in order to enhance teacher quality in Canada. These 
policy recommendations are based on the existing educational research 
base and current best practice. The uniqueness and commonalities of the 
public K-12 educational system in each province and territory have been 
considered, as has been the willingness of all involved with the Canadian 
education system to enhance student learning. 
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